Introduction
Many believe the "woman problem" has been solved, since women are now represented in powerful positions in government, academia, business, and the law. 3 It is true that women today occupy more positions of power than ever; however, these numbers are quite small at the top level, especially for women of color. 4 This article seeks to build on an earlier publication by Dean María Pabón López, The Future of Women in the Legal Profession: Recognizing the Challenges Ahead by Reviewing the Recent Trends 5 , and introduce some other topics for consideration.
In 2008, Dean López assessed the current trends of women in the legal profession. 6 In that article, she reviewed data collected by the Commission of Race and Gender Fairness, which was created by the Indiana Supreme Court. 7 She also compared the Indiana study to data on a national level. 8 Her findings indicated that since the first Indiana study, conducted in 1990; the trend that women are not reaching the highest areas in the law profession has continued, as evidenced by the Indiana study conducted in 2004. 9 This article begins with an overview of women in the workforce and their presence in education; and then goes on to review the current data on women in three settings-higher education faculty, the law, and corporate boards. Next, it examines the barriers women encounter in reaching the top positions in their respective fields. In this section, barriers that women face generally are discussed; for instance gender stereotypes, the struggles of balancing work and family life, and a lack of mentors and mobility are analyzed. This section also examines barriers women face which are specific to higher education, the law, and corporations.
The article concludes with potential solutions to the impediments faced by women. For example, general recommendations include: organizations should be amenable to employees working remotely and should offer more flex-time and sick leave to both genders. In addition, assumptions regarding the undervaluing of childcare or that women "choose" to work in lass demanding jobs need to be altered. It further proposes that because many presidencies will become vacant at institutions of higher learning in the next few years, there is presently an ideal opportunity to increase diversity at this level. Regarding the law, various solutions may encompass: a reexamination of the law firm work culture; educating law students about work experiences in the legal profession; and a renewed commitment to addressing the status of women in the law. In the corporate area, solutions involve encouraging women to pursue financial and legal careers, and examining steps taken by other countries regarding the dearth of women on corporate boards. of the time. 19 The number of women working part-time versus the number working full-time has remained relatively constant over approximately the last thirty years. 20 Historically, women's salary has lagged behind that of men's. Although the numbers have gotten closer, there is still a substantial difference between the two; especially for women of color. Compare women's percentage of median annual earnings to men's-in 1960, women made 60.7% of men's salaries and in 2010, they made 77.4% of men's salaries. 21 The ratio between men and women's salaries was fairly consistent at around 60% from the 1960s to around 1982. 22 Interestingly, this longtime statistic has a biblical reference-a chapter in Leviticus states that a woman's value is worth thirty shekels of sliver and a man's value is worth fifty. 23 The most recent statistics from 2012 show the median weekly earnings for women who worked full-time was $647 and for men it was $848. 24 Thus, women are making 76.3% of men's salaries. 25 All minority women made less than their male counterparts. 26 Also, women of color, excluding Asians, made less than white women. 27 The wage gap between the genders was greatest for white women and Asian women. 28 Age also plays a role in the salary difference between women and men; with younger women's salaries closer to men's, and as women age the salary gap between the genders becomes more disparate. 29 Although the difference between men's and women's salaries may not seem very drastic, this variance can have significant consequences. For example, "if current wage patterns continue, a 25-year-old woman, who works full-time, will earn $523,000 less than the average 25-year-old man will by the time they both reach 65." Table P Statistics demonstrate that education has a positive effect on earnings-the higher the educational level, the more money one earns. However, women's salaries lag behind men's in all areas of education attainment. 31 For example, women's salary for all education levels is 80.55% of men's salary; and women's salary is 74.14% of men's salary for all college graduates. 32 Furthermore, the median salary of management, professional, and other related occupations for women was 74.15% of men's. 33 Even though women's salaries lag, women's growth of earnings has been higher than that of men's. Earnings for women with a college degree has increased by 33.4% since 1979; whereas earnings for men with a college degree has increased by only 19.9%. 34 The numbers are even more startlingly when all women and men are compared, not just college graduates. "Women's earnings grew 44% from 1970 to 2007, compared with [a] 6% growth for men." 35 The wage gap also varies depending on where a women resides. For example, women in Louisiana make only 67.2% of men's salaries. 36 Compare this figure to women residing in Louisiana's sister states-Mississippi, 74.8%; Arkansas, 74.6%; and Texas, 80.1%. 37 The lowest wage gap for women is in the District of Columbia, where they make 91.4% of men's salaries. 38 And in Puerto Rico, women actually make more than men, at 103.3%. 39 Interestingly, for both genders, marriage has a positive impact on earnings. In 2010, women who were married and had a spouse present had median weekly earnings of $727 compared to single women, at $591, and women of other marital status, at $653. 40 Men who were married and had a spouse present had median weekly earnings of $939 compared to single men, at $608, and men of other marital status, at $774. 41 Moreover, the beneficial impact of marriage was also observed in a study of lawyers. 42 It found that marriage, for both genders, was positively associated with attaining partnership in a law firm. 
B. Women's Presence in Education
Women have been attaining degrees at high rates and "now outnumber men in every group among college students who are U.S. citizens." 44 For example, in the 1899-1900 academic year, women received only: 19% of Bachelor's degrees; 19% of Master's degrees; and 6% of Doctor's degrees. 45 Compared to the 2010-11 year, where women received: 57% of Bachelor's degrees; 60% of Master's degrees; and 52% of Doctor's degrees. 46 Throughout all these categories, the number of women attaining degrees is going to decline slightly for a few years. 47 However, even with this decline, women are still projected to earn more degrees than men in every category. 48 After this period of decline, the number of women earning degrees is expected to continue increasing. June 3, 2012) . 54 Id. 55 Id.
In the 1974-75 academic year, women comprised 23% of full-time faculty. 56 This number has risen to 42% in the 2010-11 academic year. 57 Thus, although progress is being made, male faculty still outnumber female faculty. 58 The largest discrepancy is in the rank of professorship; with men numbering 126,526 thousand, and women numbering 49,132 thousand. 59 Additionally, "women are less likely . . . to be promoted to full professor than men, and their promotions take longer." 60 There are also more women (44%) in full-time non-tenure track positions than men (33%). 61 This difference between the genders in full-time non-tenure track positions has remained relatively constant since 1976. 62 At least one commentator has called this difference between men and women an unstated "mommy track." 63 In the realm of academia, parallel to the general workforce, women's salaries lag behind that of men's across all types of institutions and at each faculty rank. 64 This salary gap is especially great at the rank of full professor. 65 Also, women spend more time mentoring and teaching than do men. 66 One study found: Although associate professors of both sexes worked similar amounts of time overall-about sixty-four hours a week-the distribution of work time varied considerably. Men spent seven and a half hours more a week on their research than did women. Even if these differences in research time occurred only during semesters, not during summer or holiday breaks, this would mean that men spent in excess of two hundred more hours on their research each year than women. On the other hand, women associate professors taught an hour more each week than men, mentored an additional two hours a week, and spent nearly five hours more a week on service. This translates to women spending roughly 220 more hours on teaching, mentoring, and service over two semesters than men at that rank. 67 Data indicates that faculty who spend more time researching rather than teaching have higher basic salaries. 68 Again, as mentioned previously, this variance in salaries between the sexes can have significant consequences. For example, "initial inequities in the salaries of women and men faculty are very difficult to resolve through the annual process of awarding merit or across-the-board salary increases." 69 1. A Subset of Women Faculty-Women Law Faculty Gender segregation persists in almost all areas of legal education-the more prestigious positions are overwhelming male, and the less prestigious positions are overwhelming female. 70 A thirteen year longitudinal study of courses listed by the Association of American Law Schools (AALS) showed that this occupational segregation by gender was widespread and growing. 71 For instance, top positions at law schools, like deans and library directors, are generally stereotyped as male, while less prominent positions are stereotyped as female, like assistant deans and non-director librarians. 72 In addition to these positions being associated with a male/female stereotype, most law deans and tenured full professors are men while assistant deans and off-tenure track skills teachers are usually female. 73 Furthermore, similar to the statistics in the above section on women faculty generally in higher education, in the field of legal academia, men receive a higher percentage of the associate professor appointments and women tend to be appointed at the assistant professor rank. 74 Also, women obtain tenure at lower rates than men. 75 Additionally, women are hired into positions off the conventional tenure track at high rates "and at those same schools proportionately fewer women are being hired onto the conventional tenure track." 76 Those who teach in the off tenure track usually teach skills in clinics, simulation courses, and legal writing programs, and are paid much less (often less than half) than conventionally tenure-tracked teachers. 77 Within the fields of clinicians and legal writing, women are paid less than men, even when controlling for employment status and experience. 78 Evidence indicates that this trend persists in other academic positions, whereby "women are paid less than similarly qualified men within the same status (tenured, tenure-track, etc.)." 83 Interestingly, female law deans tend to serve longer terms than male law deans. 84 However, minority women deans serve shorter terms than both men and women generally. 86 Of these five, only one led a school that was not part of the Historically Black Colleges and Universities (HBCU). 87 Since 2003 through the 2005-06 academic year, three women of color served as deans; two at traditional universities and one at a HBCU. 88 In the 2008-2009 academic year, there were five minority women law deans.
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B. Women in the Law
In 1988, a report issued by the American Bar Association's Commission on Women in the Profession observed that there was a great deal of gender discrimination in the legal profession.
90 It noted that "higher" positions in the law were overwhelming held by men and women were "overrepresented in the least lucrative segments of the profession."
91 Additionally, it commented on the fact that women were failing to reach partnership in private practice. 92 It concluded its statistical introduction by stating "time alone is unlikely to alter significantly the 78 Unfortunately the authors were unable to find more current statistics from a reputable source. 84 Padilla, supra note 3, at 474-75. Women served an average of 6.62 years, while men served an average of four years. Id. 85 Id. at 474-76. Women deans of color served an average of 3.83 years. Id. at 475. 86 Wolff, supra note 51, at 783; Padilla, supra note 3, at 461-62. 87 Padilla, supra note 3, at 462. A HBCU is defined as "any historically black college or university that was established prior to 1964, whose principal mission was, and is, the education of black Americans, and that is accredited by a nationally recognized accrediting agency or association." Integrated Postsecondary Education Data System, Glossary, Historically black colleges and universities, NAT'L CTR. FOR EDUC. STAT., http://nces.ed.gov/ipeds/glossary/?charindex=H (last visited June 3, 2012). 88 Padilla, supra note 3, at 462. 89 AALS Statistical Report on Law Faculty, supra note 83. There was one Latina dean and four African American deans. Id. Unfortunately the authors were unable to find more current statistics from a reputable source. By 2012, the number has increased by at least one, since Dean López is Latina. 90 ABA Comm'n on Women in the Profession, Report to the House of Delegates 5 (1988). 91 Id. 92 Id.
underrepresentation of women" in higher legal positions and "[e]ntry of women into these positions at a rate proportional to their numbers out of law school requires serious examination of the structures, practices and attitudes of the profession." 93 Have things improved in the past twenty-four years? Many believe they have and think that women have "arrived" in the law profession. 94 Women have pervaded all levels of law practice-they have gone "from exclusion to full integration." 95 They make up about half of law school classes 96 and are awarded almost half of all law degrees. 97 For instance, in the 2011-12 class, women made up 47% of J.D. students. 98 And in 2011, 47.3% of law degrees went to females. 99 Furthermore, approximately one-third of those practicing law are women. 100 Yet, "growth in . . . numbers alone does not equal progress." 101 Empirical evidence illustrates that although, as previously mentioned, women are entering law schools, receiving degrees, and going into the practice of law at high rates; "they are failing to reach the higher levels within the profession."
102 Thus, to borrow a term from economics, the glass ceiling had pervaded the law profession back in 1988 and is still present in 2012. 103 The remainder of this section examines various statistics on women in the legal profession.
Today Articles and commentary that discuss why women are underrepresented today in the areas of faculty in higher education, the law, and corporations all have recurring themes. Therefore, this section examines the barriers that women face in general; and thus, these impediments can be generalized to all women.
In the past, it was easy to spot gender discrimination-a woman, after returning from maternity leave would be demoted or passed over for a promotion or partnership; or a promotion would go to a less experienced male colleague. 135 However, this type of overt discrimination is rarely seen today. Instead, "discrimination against women lingers in a plethora of work practices and cultural norms that only appear unbiased." 136 Consequently, this type of discrimination frequently goes unnoticed and is rarely questioned. 137 Nevertheless, these work practices and cultural norms "create a subtle pattern of systemic disadvantage, which blocks all but a few women from career advancement." 138 1. Gender Stereotypes A barrier to women's progress is gender stereotypes. Stereotypes still persist that men are better fit to be leaders. 139 For example, qualities traditionally associated with leaders are masculine; such as forcefulness, assertiveness, and being authoritative. 140 However, when women exhibit these "masculine" behaviors they are often punished. For instance, men who are perceived as autocratic leaders receive positive evaluations and women receive negative evaluations for exhibiting the same behavior. 141 Additionally, the same type of action can be perceived as strength in the man and weakness in a woman. 142 For instance, compare "he speaks too fast-it's hard for him to come down to our level" with "she speaks too quickly. She must be nervous." 143 Aside from the gender stereotype that men are better leaders, there are still traditional notions that women should do more house work than men. 144 For example, a study that surveyed female scientists from some of the most prestigious research institutions found:
[D]espite women's considerable gains in science in recent decades, female scientists do nearly twice as much housework as their male counterparts. Partnered women scientists . . . do 54 percent of the cooking, cleaning, and laundry in their households; partnered men scientists do just 28 percent. This translates to more than ten hours a week for women-in addition to the nearly sixty hours a week they are already working as scientists-and to just five hours for men.
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Stereotypes may also have a profound effect on minority women. This is evidenced by a study that examined the issue of race through leadership categorization theory. 146 This theory espouses that leaders are viewed as "most effective when they are perceived to possess prototypical characteristics of leadership."
147 Interestingly, the study found that "being White" was an attribute of the leader prototype.
148 Whites were judged to be "more effective leaders" and to posses "more leadership potential."
149 Thus, whites "may be more likely to be promoted to leadership positions more frequently than racial minorities." 
Work Performed by Women Not Seen as Competent as Work Performed by Men
Another barrier for women is that work performed by men is usually seen as competent, no matter how well done or whether done at all. 151 Conversely, work performed by women, no matter how effective or to what result, frequently goes unrecognized. 152 For example, when the Modern Language Associate adopted an anonymity rule, there was an extreme increase in the submission/acceptance ratios of papers authored by women. 153 This acute increase "was considered such clear evidence of prior sex discrimination that the anonymity rule was extended to all MLA Journals."
154 Similarly, another journal had the same result when it introduced a double-blind review. 155 The Journal of Behavioral Ecology had "a significant increase in female first-authored papers, a pattern not observed in a very similar journal that provides reviewers with author information." 156 Another example of women being perceived as less competent than men occurred "[w]hen resumes, identical except for name and sex, were given to chairmen of psychology departments, more men were considered suitable for tenure-track positions than women. candidates also were offered the hypothetical positions at higher ranks." 157 The above examples demonstrate that work is devalued or seen as less competent by the mere fact it bears a woman's name. However, this is not to say this is deliberate or intentional; rather, it is more likely that some type of unconscious bias is taking place.
Lack of Mentors
The lack of mentors is another barrier for women. Until a short time ago, women had few role models, while men have had them for many years. 158 Also, networking appears to give men an advantage. The "[o]ld boys' networks persist not because of pernicious intent, but rather because they already exist and provide recognizable benefits to in-group members." 159 When making recommendations or when mentoring colleagues for leadership positions, men who are already in leadership positions are more likely to think of other in-group members.
160 "It is very natural for people with decision-making power over leadership promotions to choose people who resemble themselves."
161 It is also interesting that "people who have with male mentors often do better than those who are mentored by women and minorities, precisely because the former have more power than the latter."
162 Within the legal profession women lawyers, particularly minority women, tend to be dissatisfied with the availability of mentors. For example, a study reported that 43% of white women and 31% of women of color were satisfied with the availability of mentors. 4. Women are Sometimes Viewed as "Token" Leaders Many women in positions of power are seen as "token" leaders. 164 This means that all their actions are closely scrutinized and often "they must exceed standards to be considered acceptable." 165 This is especially true for women of color. An ABA report on multicultural women noted "[a]s a result of stereotypes and assumptions, multicultural women find themselves over scrutinized and expected to conform to incompatible work styles. In addition, multicultural women contend with isolation, hostility, and disrespect." 166 Thus, it appears many women "are not willing to sacrifice their personal lives, their personal styles, or their sanity" to move into leadership positions. 167 Moreover, occasionally diversity is seen as a "one-time commitment." 168 Examples include, once a woman is hired, no more women are sought; or when a woman is hired to a position of power, when she leaves, a white male will be hired fill that vacancy. . Work/Family Life Statistics show that women leaders are more likely to be single and to never have had children. For example, 52% of executive women have never had children; 26% of executive women are single; 16% of executive women are divorced or separated; and only 46% of the top corporate women are married. 171 These statistics are all higher than the national norm. 172 Contrast the statistics of leading women to those of men: 94.6% of executive men are married compared to 81.6% of men in the general population. 173 7. Reaching the Top in a Profession is Seen as a Linear Climb Today, as it has been historically, the path to a successful career in most disciplines is through a linear sequence of vertical steps. 174 This type of linear climb is problematic for women due to inflexible work schedules. 175 As one woman noted, "[h]aving control over your schedule is the only way that women who want to have a career and a family can make it work." 176 Furthermore, it is not just inflexible workplaces that hinder women; oftentimes this climb necessitates excessive travel and working long hours at the office. 177 During this linear climb, women frequently take time off from work or work part-time in order to have and care for young children. 178 In addition, women may have other dependent care responsibilities, such as the care of elderly relations. 179 "The women who have managed to be both mothers and top professionals are superhuman, rich, or self-employed." 180 Women who have reached top positions of power tend to espouse to the younger generation "that 'having it all' is, more than anything, a function of personal determination." 181 One prominent woman noted there are things that older generations of women tell younger women which are really "half-truths." These "half-truths" purport it is possible to reach the top if women: are committed enough; marry a supportive spouse; and sequence their lives to have both career and family. 182 However, is determination really enough? When women take time off, work part-time, or accept non-tenured positions in order to assume a care giving role, they "are still more often than not restricted from mainstream access to leadership positions." 183 For instance, a survey of lawyers found that taking time off or working part-time significantly decreased a woman's probability of partnership. 184 Moreover, there are a number of women who have made it to the top in their respective fields by sacrificing the work/family balance. 185 For example, look at a small sample of women in top positions who have children compared with men:
Every male Supreme Court justice has a family. Two of the three female justices are single with no children. And the third, Ruth Bader Ginsburg, began her career as a judge only when her younger child was almost grown. The pattern is the same at the National Security Council: Condoleezza Rice, the first and only woman national-security advisor, is also the only national-security adviser since the 1950s not to have a family. 
Assumptions
It is often argued that women "choose" to opt out of the more traditional demanding jobs, especially when they decide to work part-time or enter the non-tenured faculty track. 187 However, is this really the case? The assumption that women "choose" less demanding jobs in order to be able to provide care giving is really no more than that-an assumption. If the workplace was more forgiving to all workers, not just to women, when they take time off or work part-time-this would enable more women to reach the top echelons in various fields. As mentioned previously, the women of today struggle against barriers that push them into less prestigious positions due to the fact they must devote time away from their careers to care for others.
Another assumption seen today is that the role of parenting should be done mainly by women. Of course, more men than ever are stepping up and becoming more involved in their children's lives; however, the belief still persists that the caretaking of children is a woman's task. For instance, Famous and high-powered men who have children are rarely feted for their ability to be both dads and career-driven movers and shakers. Men are expected to be out in the world while someone else cares for their kids. However, well-known women who have children are frequently promoted on magazine covers as both career successes and ('devoted') moms. The message is simultaneously encouraging ('She can do it, so can you!') and demeaning ('She can do it, why can't you?').
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Thus, if the assumption persists that women should care for children, "the workplace norm will continue to be male-oriented, with work-family policies considered a femaleneed accommodation. In the preceding section, barriers women are confronted with in general were explored. This section attempts to highlight various obstacles that are more particular to women among faculty in higher education, the law and corporations.
Reasons Women are Underrepresented among Faculty Generally in Higher
Education Institutions There are several barriers for minorities, including women, to reach the top echelon in the field of academia. These include: "hostile campus environments, salary inequities, isolation, and overwhelming personal and professional duties." 190 Minority women are often confronted with more barriers than either white women or minority men. 191 These women frequently cite "being treated as outsiders by white colleagues and as potential competitors by minority men." 192 One problem, faced by all women, is that male faculty outnumber female faculty; the largest discrepancy being among full professors. 193 In addition, women are promoted to full professor at a lower rate than men. 194 Thus, because the majority of faculty are white men; it is easy to presume much of faculty hiring is effected by that segment of the population. 195 Due to these barriers, it is not surprising that women, especially minority women, are underrepresented among faculty in higher education. 196 Securing a diverse faculty is extremely important for institutions of higher education. This is so, because there is a large presence of minority students in these institutes; therefore, leadership of these of these institutes should reflect the student population. 197 Furthermore, the minority population is projected to rapidly expand in the next forty years; especially the Latino and Asian populations, which are expected to more than double in size by the year 2050. 198 Moreover, while minority populations are projected to grow, the white population is projected to decline by approximately 6%. 199 
a. Reasons Women are Underrepresented at the Level of Presidency in Higher Education Institutions
Presidents usually stem from the pool of academic officers, an area of academia that has traditionally been comprised of white males. 200 This process of mainly looking only to academic officers in order to locate future presidents puts women at a disadvantage. 201 It also stymies "access to new ideas, new viewpoints, and innovative ways of addressing new challenges." 202 Furthermore, when seeking chief academic officers, colleges and universities often hire outside the institution; thereby overlooking potentially qualified candidates who are currently present at that institute. 203 b. Explanations as to Why Women are Underrepresented among Law School Faculty The academic field of law mirrors the field of higher education generally. At the beginning of a professoriate career, males receive more associate professorship appointments than females. 204 Also, women are tenured at lower rates than men. 205 One commentator noted "[t]he statistics create the impression that women are welcome in legal education in subservient roles but otherwise are greeted, at best, with ambivalence." Most deans have the academic rank of a full professor; thus, this is the pool from which the majority of deans are drawn. 207 In the 2008-2009 academic year, women held merely 29.9% of full professorships. 208 Of the 13.5% minority professors, only 5.5% were women. 209 Thus, because the pool from which law deans are drawn is so small for women, especially for minority women, it is not surprising there are a low number of women deans. However, the relative lack of women holding the rank of professor does not tell the entire story. As one researcher noted, "[i]f the female percentage of law school deans in 1999-2000 had been equal to the female percentage of full professors, 40 law schools would have had female deans. That is exactly twice the number of schools that actually did have female deans at the time." 210 An additional explanation for the low representation of minority women deans could be because deans of color are less likely to be reappointed to a deanship than whites. 211 As of 2007, there were only two law school deans of color who served as deans of more than one of the majority law schools while there were thirty-two white law school deans who served at more than one decanal appointment.
On a positive note, there are more female law deans than ever before. 213 What does this increase stem from? Some explanations include: more mentors; large numbers of recent women graduates from law school; the Women Dean's Databank, maintained by the AALS; and the fact that recent articles have illustrated how few women actually serve as law school deans. 
Explanations as to Why Women are Underrepresented in the Law
Minority women lawyers face many barriers to reaching the top of their fields. One Catalyst study examined barriers that are specific to women of color at law firms. 215 The study found that minority women: observed and experienced exclusion and stereotyping more than other demographics; felt overlooked by diversity efforts; were most likely to feel a need to make adjustments to fit in; experienced a lack of candid and constructive feedback as a barrier to advancement; perceived a lack of commitment from senior leadership toward promoting diverse candidates; were less likely to speak to men in the firm; and were also less likely to aspire to partnership. 216 In addition, minority women associates leave firms at extremely high rates-75% leave by their fifth practice year and almost 86% leave before their seventh practice year. 217 As seen in the section which explored barriers that women generally encounter, females have difficulties balancing the demands of work with those of family life. However, among lawyers, both genders espouse difficulties with this task. For example, over 70% of men and women, including partners and associates, note that balancing the demands of work with those of personal life is difficult. 218 Over half of attorneys have children (57% of female lawyers, 65% of male lawyers). 219 Interestingly, the number of law school deans who have children is higher than that of attorneys in general. One study found that 70% of women law deans have children and over 90% of male law deans have children. 220 Nearly twice as many female lawyers (84%) as male lawyers (44%) have a spouse who is employed full-time. 221 Furthermore, women are more likely to be single. 222 Thus, although more men continue to take an active role in parenting, "female lawyers continue to carry the majority of the load in this area." 223 Frequently attorneys who struggle to balance the demands of their professional lives with the demands of their personal lives, particularly those rearing children, seek alternative work schedules. 224 To balance the needs of their families, lawyers regularly turn to part-time work. 225 One study found that "almost one in two women and one in five men want a reduced work schedule." 226 In 2010, nearly all of the firms (98%) listed in the National Directory of Legal Employers have either formal or informal flexible work policies; however, only 6.4% of lawyers in those firms work on a part-time basis. 227 More women work part-time than men, of the 6.4% of attorneys who work part-time, 70% were women. 228 "Among women lawyers overall, 13.6% work part-time; among female partners, 11.9% are working part-time; and among women associates the figure was 10.3%. This contrasts with a rate of just 2.9% among all male lawyers." 229 Most associates who work part-time are women (88.1%) and among partners working part time, 64.1% were women. 230 During the five years the NALP has complied this information, the distribution of part-time associates has changed very little between the genders; however, the distribution of part-time partners among men and women has changed to some extent. 231 In 2006, almost 72% of part-time partners were women and in 2010 that figure was 64.1%. 232 Interestingly, attorneys employed at large firms, as a group, work part-time less than the general workforce and also less than other specialized segments of the workforce population. 233 For example, 6.4% of lawyers at major firms work part-time compared to approximately 14% of the workforce as a whole and 13.5% of specialized segments of the population, such as engineers, architects, and physicians. 234 Thus, although a greater number of firms than ever make part-time work available, lawyers are not taking advantage of this type of work schedule.
235 Why? One reason may be the negative perception that is associated with working part-time. 236 Lawyers may be concerned their superiors and peers will perceive working part-time as the work of an unmotivated, lazy, or uncommitted individual. In addition, "the ever-increasing billable hour requirements at firms" tends to reinforce the negative perceptions associated with working part-time as well as being a major contributor to the difficulties attorneys have at balancing the demands of work and family. 237 Moreover, "[t]hese [billable] requirements show the change in the legal profession from a profession to a business, and the concomitant increased competition at the large law firms which are trend-setters in the profession." 238 The fifty best law firms for women have all made improvements in work-life policies. 239 For example: 100% have reduced hour policies; 44% of have written full-time flex policies; 78% offer full-time telecommuting; 94% of firms allow their reduced-hour lawyers to be eligible for equity partnership; and 78% provide backup childcare at a facility. 240 Most corporate boards are looking for prior CEO experience, industry experience and prior directorship experience when seeking a director. 241 Thus, one reason women may not fare well in the corporate board selection is because they may not possess the necessary experience. 242 Common pathways to corporate board rooms include the executive suite, the government, the law, and financial careers. 243 Furthermore, most employers use surface or marginal diversity. Surface diversity is when an organization hires diverse employees but then once they are hired, "disregards any differences among its employees and expects them to act in identical ways." 244 Marginal diversity is when an organization applies employees' cultural differences in a restrictive way by assigning them to "certain projects, functions, or client and constituent groups based on workers' particular demographic and cultural characteristics." 245 
Part IV. Recommendations/Solutions and Conclusion
A. In General Society today is structured around the notion of "time macho," the need for workers to work longer hours, travel extensively, and be constantly available. 246 A prime example of this is the requirement of high billable hours at law firms. 247 However, even other industries promote the above notion by rewarding those who work long hours and are available twenty-four-seven. One potential solution is for organizations, be they corporations or law offices, to allow for more remote work from home "where the office is a base of operations more than the required locus of work." 248 This would help members of both genders balance the demands of work with those of family life.
Regarding the climb up the linear ladder, women should view the climb instead as "irregular stair steps," where they can pass on job opportunities in order to spend more time with family. 249 However, this may be easier said than done. Although more companies are allowing flex-time and leave to tend to sick relatives, this type of "irregular stair step" may be frowned upon. 250 Thus, perception is important and companies should take steps to encourage this type of career model. 251 It is important that companies offer flex-time and leave to partake in care giving to both men and women. By doing so, this will help alleviate the negative perceptions people have regarding working part-time or taking time off from work.
People also need to change some of their assumptions regarding women; such as the undervaluation of childcare or that women "choose" to work in less demanding jobs. 252 "If women are ever to achieve equality as leaders, then we [,women,] have to stop accepting male behavior and male choices as the default and the ideal. We must insist on changing social policies and bending career tracks to accommodate our choices, too."
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B. For Higher Education
In the next few years, there will be a number of vacant presidencies at colleges and universities. 254 Therefore, this is the perfect opportunity to increase diversity at this level in those institutes. 255 In order to bring more women and minorities into the college presidency, institutions should build on prior advancements in diversity. 256 This can be accomplished by striving to promote underrepresented groups through the ranks; 257 especially to department chairs, an area from which presidents are often selected. 258 This, in turn, would give women and minorities the needed access to academic leadership positions. 259 In addition, institutes should consider novel ways to fill vacant presidencies; for example, looking to nontraditional candidates from outside the realm of academic officers. 260 An institution could also develop training programs for academic leaders. 261 For instance, it could select a handful of young administrators and prepare all of them for a future presidency. 262 Then, it would select the president from that group of administrators. 263 The individuals not selected would then be well trained upper level academic officers. 264 Building on a topic from a previous section, mentorship is crucial for both students and new faculty. It is important to encourage students to pursue doctoral degrees, which in turn would help to diversify the faculty at institutes of higher education. 265 By mentoring new faculty, the mentors can encourage and assist them to become future leaders. 266 This can be accomplished by current presidents forming support networks, imparting their knowledge and experiences, and making the effort to answer questions. 267 Moreover, simply asking minorities to move from the professoriate to the realm of administration can help increase diversity. 268 to accomplish this is to switch to a per-project basis. 270 Today, "[b]ecause of the heavily billable hour requirements, the organizational structure of law firms only evaluates and promotes lawyers based on the number of hours they bill yearly and in comparison to their co-workers. This system promotes inefficiency."
271 Adopting a per-project basis allows attorneys to "complete their projects in an efficient number of hours, leaving more time to take on additional projects or to work reduced schedules." 272 A project-based structure would alleviate the need for lawyers to be constantly available while giving schedules more predictability. 273 This type of system would allow attorneys to more easily balance the demands of work and family life.
274 "The ultimate aim of a per-project system would be to redefine the ideal lawyer, from a constantly available and inefficient one to one who produces the highest quality work and has a balance of work and life." 276 It is vital that this education include discussions on ways to balance the demands of work and family life.
277 Potential lawyers, especially women, should know the demands of their profession. 278 Understanding the demands of the profession would enable students to "alter their future course of employment (e.g., by choosing a particular area of practice or legal employment) or at the very least, enter the profession with open eyes." 279 One way to educate law students about the demands of the profession would be a state sponsored apprenticeship program. 280 This type of program enables students to spend time in the legal workforce under the supervision of senior lawyers. 281 This experience in the legal workforce would give students important perspectives on the demands of the profession. It would also allow students to impart their experiences to fellow classmates. 282 As it is crucial for students to have mentors during their undergraduate studies, it is important to continue this process for students in law school. 283 Models whereby students are mentored by the attorneys with whom they are apprenticed should be encouraged and considered. 284 Additionally, law schools could themselves implement a type of apprenticeship course. For example, Georgia State University College of Law implemented an experimental course, 270 López, supra note 5, at 97-98. 271 Id. 272 Id. 273 Id. at 98. 274 Id. 275 Id. 276 Id. at 99. 277 Id. 278 Id. 279 Id. 280 Id. 281 Id. 282 Id. 283 Id. 284 Id.
titled the "Fundamentals of Law Practice," 285 The course began with fieldwork which partnered students with an attorney in solo practice or in a small firm. 286 This fieldwork component lasted seven weeks. 287 During this aspect of the course, students observed lawyers in various aspects of their practices, such as initial intake interviews, court hearings, depositions, mediations, file review sessions, lawyers at work in their offices, billing practices, and accompanied the attorneys to bar association events. 288 Students then had to prepare a paper on their experiences during the fieldwork component of the course. 289 After the fieldwork, the remainder of the course was structured around "topics drawn from students' own assessments of the skills, practice management tools, and ethical decision making abilities they would need in practice." 290 These topics were what the students themselves deemed important during their fieldwork study. 291 Another solution which could assist students in becoming prepared for the practice of law involves a complete overhaul of law school curriculum. One article proposed the idea of a "legal rotations model," 292 which is similar to what is done in medical school, where the first two years are spent more in the classroom and the second two years are spent in clinical environments rotating through various specialties. 293 This legal rotations model seeks to combine "early exposure to practical lawyering, traditional study and analysis of law, and meaningful skills-based preparation for a career in the law." 294 The model also promotes the use of mentors by suggesting that law students have three mentors-an upper-class student, a member of the faculty and a practicing attorney. 295 Because traditional case study method is an important aspect of legal education, especially in the first year of law school, this model seeks to incorporate exposure of the practice of law in real and simulated settings into the first year curriculum. 296 In each first year course, some hands-on activity should be implemented; such as drafting agreements in Contracts or pleadings in Civil Procedure. 297 Furthermore, students should receive more feedback throughout the course in the form of frequent skill-based assignments rather than one traditional final exam at the end of the semester. 298 In the second year students enter a rotations model, which is part simulation and part clinical. 299 Once students enter these rotations, they do not return to traditional classroom settings. 300 Instead, they attend check-in sessions with fellow students and administrators to discuss their experiences. 301 Simulation rotations are more in-class skill set learning workshops 4. Renew the Commitment to Addressing the Concerns Raised Regarding Women in the Legal Profession Although women are entering the legal profession at high rates, they are failing to reach the most prestigious positions-partner, judge, and tenured faculty. Thus, "[n]either the passage of time nor the slowly tricking pipeline" has lead to women gaining access to the aforementioned positions. 317 Therefore, "[f]emale lawyers continue to be ensconced in the '50/15/15 conundrum' where it has been 15 years since women comprised 50% of law students but only constituted 15% of law firm partners." 318 However, "this should not be cause for pessimism; rather, it should usher in an era of renewed commitment to addressing the concerns" raised in this article.
319
D. For the Corporate Arena
As mentioned previously, most corporate boards are seeking prior experience when looking for a director, and common pathways to corporate boardrooms include the executive suite, the government, the law, and financial careers. 320 One commentator noted in order to help women gain the experience that would make them more attractive candidates for boards; they should be encouraged to pursue law and financial degrees. 321 Instead of using surface or marginal diversity, which stymie diversity, employers should embrace the differences between employees and realize minorities have new viewpoints and experiences to contribute to the organization. 322 In essence, organizations should use core diversity. They should "question the traditions and power dynamics that have exclusionary effects, and provides an antidote in the form of drawing out and incorporating diverse members' various ideas concerning the organization's central work." 323 Additionally, one commentator suggests activists investors should demand more women board members and that law schools should encourage women to take corporate law courses. 324 Looking to other countries may generate solutions as well. For example, Norway, France, Spain and Sweden all have laws requiring boards to have a percentage of women on corporate boards. 325 In those countries, the quotas range from twenty-five to fifty percent. 326 These laws are deemed "hard quotas." 327 Yet even though research has not established that gender-diverse boards perform more efficiently; clearly there are benefits to having women on corporate boards. 328 The value of equality of opportunity for women leaders and the diversity of viewpoints they can bring to the table are only the beginning.
In sum, the status of women leaders in the legal profession, higher education and the board room is one of great challenges while at the same time as presenting some opportunities for growth and experimentation. A continued spirit of creativity, equality and innovation will continue to afford women opportunities so they can succeed in any leadership endeavor they seek in these professional arenas. Let us all work towards this transcendent goal.
